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ABSTRACT 


Human personality has played a significant role in the growth of both 
individuals and organisations. Using standard questionnaires or reviewing the 
curriculum vitae are two ways to assess human personality (CV).Recruiters 
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used to manually shortlist/filter a candidate's CV based on their criteria. We Published in 

present a framework in this paper that automates the eligibility review of International Journal 

candidates during the recruitment process. Based on the uploaded CV, the of Trend in Scientific 

system evaluates professional eligibility. The framework employs the TF-IDF Research and 

Algorithm for machine learning. Furthermore, by reviewing the scores Development (ijtsrd), 

obtained in various fields, the resulting scores aid in determining the qualities ISSN: 2456-6470, IJTSRD41307 
of the candidates. The use of graphs to analyse a candidate's success makes it Volume-5 | Issue-4, = 

easier to assess his or her personality and aids in proper CV analysis. As a June 2021, pp.447-450, URL: 


result, the framework lends a hand in the recruitment process, allowing the 
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candidate's CV to be shortlisted and a reasonable decision to be reached. 
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I. INTRODUCTION 

In terms of jobs, choosing the best candidate for the job from 
a large pool of applicants has long been a challenge [1]. 
Traditional methods include administering personality and 
professional eligibility assessment assessments, conducting 
interviews, and holding group discussions. Employees' web 
handles are now exposed to even more relevant information 
about them as a result of the introduction of social media [2]. 
Recruiters, on the whole, are uninterested in such detail. 
Traditional recruiting strategies include an aptitude test 
followed by an interview. Traditional methods are time- 
consuming, and they can lead to unequal candidate 
selections. The most important aspect that represents an 
individual is personality, which changes over time [3]. 
Dealing with them is a time-consuming process, so we 
devised a method for identifying personalities and making 
recommendations [4]. 


Kessler et al. [5] suggested a method that distinguishes and 
categorises candidates based on their importance by 
analysing unstructured text documents (job offers). Pasquale 
De Meo[6] proposes another XML-based multi-agent 
recommender framework that relies on rich user profiles for 
support. The proposed system was a _ multi-agent 
recommender system that exploited user profiles via XML to 
improve recruitment services in a personalised manner. 
Another method proposed by Mohammad MehradSadra et 
al. employs NLP for resume standardisation using a 
modelling language approach[7]. Despite their widespread 
use, these techniques have flaws in terms of structure, 
inconsistent CV formats, and contextual details[8]. 
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IT. LITERATURE SURVEY 
The interrelationships among the Big Five personality 
factors (Openness, Conscientiousness, Extraversion, 


Agreeableness, and Neuroticism) were examined in this 
paper according to Liden et al.[9] 


Psychometric analysis is used to choose the best candidate 
based on the results of psychometric tests and the needs of 
the company[8]. Using the Alberta Context Tool survey 
results, protocols for psychometric analysis were proposed. 


The Big Five Personality Model (also known as the Five 
Factor Model) was used to predict the candidate's 
personality, which involves Openness, Conscientiousness, 
Extraversion, Agreeableness, and Neuroticism [10]. 


The CV was analysed using recommendation based on 
machine learning techniques. Various assessment methods 
have been used in the literature [4]. One method has been 
described in which a tool called "Career Mapper" is used to 
make CV recommendations. It verifies that the user profile is 
complete. 


The use of different filters is normally involved in the 
recommendation. Among them are content and 
collaboration. Usage of Fo-DRA for content-based 
suggestions is one of the alternatives to Content-Based 
Recommender|[1]. The similarities among users are a key 
feature of Collaborative Based Recommender [11-13]. 


According to Liden et al., the interrelationships among the 
Big Five personality factors (Openness, Conscientiousness, 
Extraversion, Agreeableness, and Neuroticism) were 
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explored in this paper to test for the existence of a GFP. It is 
also worth noting that the inclusion of a GFP did not mean 
that other personality variables lower in the hierarchy lost 
value[9]. 


Il. PROPOSED SYSTEM 

IV. PROPOSED STATEMENT 

We list some of the limitations based on the survey 
mentioned above. 


1. Traditional methods of hiring typically include job 
seekers completing physical resumes and performing 
interviews. But, with the recent increase of applications, 
the number of candidates continues to overwhelm 
employers. Machine learning algorithms are used to 
create the models that will be tested in the proposed 
automated candidate grading system. 


2. In recent years, the value of manual interviews and 
resumes in human resources has increased. It is 
important to devise a solution that will reduce or 
expedite the workload of the HR department. 


V. SOLUTION 

The proposed framework would havea transparent method, 
allowing for a more efficient way to short list submitted 
candidate CVs from a large number of applicants. In our 
paper, we propose a machine learning algorithm for 
personality assessment and CV analysis. This method offers 
an expert workforce for the company, assisting the HR 
department in selecting the best applicant for the specific job 
profile. Knowledge is highly valued in our culture. You havea 
better chance of achieving in school and in life if you havea 
high IQ. Psychometric questions are often used to predict 
personality. 


The Candidate have to fill a form with all details and they 
have to rate themselves in terms of Openness, Neuroticism, 
Conscientiousness, Agreeableness, Extraversion based on 
which the system predicts their personality. 


Opennes Conscientie Extraversi Agreeab Neurotics 
| puis on eness = om 


Questions 


lfeel litte concern for =: Agreed Agreed Strongly Disagrees 
obhers Agreed 


| am very prepared 


| get stressed out very 
embily 


| lite multitasking 


lever get demctinaled -dd- 
easily 








Fill details in application form 


Upload CV 


Analyzing details entered by the 
candidate 


Predicting personality of the 


candidate using OCEAN Model 





<a. 


Fig 1: Implementation Steps 


VI. WORKING OF THE SYSTEM 

1. train_model class: It includes two methods for training 
the model and predicting the outcome by providing different 
values. a. train technique: It reads a csv file with the dataset 
for training the algorithm and builds a model using Logistic 
Regression. For training the model, it employs a variety of 7 
values. 


A. train method: It reads a csv file with the dataset for 
training the algorithm and builds a model using Logistic 
Regression. For training the model, it employs a variety of 7 
values. 


B. test method: It predicts a person's personality by passing 
an array of values containing gender, age, and the other five 
personality characteristics. 


2.main method: We begin by creating an object of the train 
model class and then train the model by invoking the class's 
train method. Then we initialize a variable with a Tk object 
and design the system's landing page with labels and a press. 
A button called Predict Personality is developed, which 
invokes the predict person process. 


3. predict_person method: We close the root tkinter 
window and build a new top level window with the 
appropriate size and attributes. The window's heading is 
labelled, followed by different labels and their entries. To 
choose a resume file, the user must press the Choose File 
button, which then calls the Open file process, which 
requires a button argument. Various entries are used in the 
predict person system to predict the personality. When you 
press the Submit button, all of the values are passed to 
prediction result. 


4. Open File method: It tries to open the directory with the 
default address, name, and file types, but fails if no file is 
selected. After the try except block, the method replaces the 
name of the choose file button in the predict person method 
with the base name of the file so that the user is aware of the 
selected file. 
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5. prediction_result method: This method begins by 
closing the previous tkinter window that was used to collect 
data from the user. Following that, it invokes the model 
object's test method and stores the result returned by the 
method. Following that, it parses all of the information from 
the resume and stores it in a variable, followed by a try 
except block that attempts to delete the name and validate 
the mobile number from the information retrieved from the 
resume. The data sent by the user is then printed on the 
console. Following that, the method displays a full-screen 
window with all of the parsed information and expected 
personality on the GUI window, as well as the description of 
each personality trait 


6. check_type method: It transforms strings and numbers 
into the desired format, as well as lists and tuples in string. 


VII. THE BIG FIVE PERSONALITY MODEL 

Individual personality traits are expressed in how people 
view themselves on social networking sites. The Five-Factor 
Model (FFM) uses such knowledge to categorise OCEAN 
characteristics, which can then be used by other teams. 
According to reports, deeper knowledge of personality data 
to obtain specific information remains a hot research 
subject[14]. 






Openness 


Conscientiousness 


Agreeableness 


Fig 2: Ocean Model 


Personality characteristics such as _ openness, 
conscientiousness, extraversion, agreeableness, and 
neuroticism are assessed using the OCEAN model. 


Openness- openness to new experiences demonstrates a 
level of intellectual curiosity for imagination and adoption of 
new ideologies, as well as a preference for diversity and 
novelty. High levels indicate a desire for innovation and a 
wide range of interests, while low levels indicate a 
preference for conventionality and familiarity. 


Conscientiousness- Conscientious people are organised, tidy, 
meticulous, and punctual. Low level is thought to be 
spontaneous and adaptable, but it can also be untrustworthy 
and sleazy. High level is thought to be obsessive and 
obstinate. 


Extraversion- person who likes to start conversation, enjoys 
meeting new people, feels energized when around other 
people. 


Agreeableness- person who is genuinely interested in other 
people, cares for others, and helps those in need 


Neuroticism- High level shows anxiety and stress. Low level 
shows emotionally stable. 


VII. ©£XRESULT AND DISCUSSION 


@ Apply For A Job = O x 


Applicant Name 


Age 


Gender [ Male (* Female 


Upload Resume Select File 


Enjoy New Experience or thing(Openness) 


How Often You Feel Negativity(Neuroticism) 
Wishing to do one's work well and thoroughly(Conscientiousness) 


How much would you like work with your peers(Agreeableness) 


ob ond ab rary oh 
' ' ' ' ' 

= anh amb = ox 

o oO oO oO °o 


How outgoing and social interaction you like(Extraversion) 





Fig 3: Application form 


The Form in Fig 3 takes various inputs from user and submit 
it to prediction model which will predict the personality. 


Name: : Surya Narayan Sharma 

Age:: 21 

Email : Suryasharma1911@Gmail.Com 

Mobile_Number : 9851354375 

Skills : Visual, Java, Python, Windows, Communication, Oracle, Mysql, English, Email, Technical, C, C++, 
Company_Names : Oracle, 


Total_Experience : 0 


[Predicted Personality: Dependable’] 





Fig 4: Final Result 


On result page, all the manipulated information and 
predicted result will be displayed based on the response 
received in Fig 3. 


IX. CONCLUSION AND FUTURE SCOPE 

We introduced an organization-oriented recruiting method 
in this project to assist the human resource department in 
Short listing the best applicant for a particular job profile. 
The framework can be used in a variety of business sectors 
that need expert candidates, reducing the workload on the 
human resources department. With content and collective 
filtering, a machine learning methodology was used in data 
analysis. Furthermore, the predicted personality aid in 
determining the characteristics of candidates and the HR 
department makes a fair and reasonable decision. 


Further, we can modify the existing system by integrating Al 
structure to provide significantly improved functionalities. 
Many more machine learning classification algorithms can be 
implemented to provide significantly improved functionality 
[15]. Furthermore, the application's reliability and 
consistency can be tested and analysed. 
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